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Abstract: 

The aim of the present study is to investigate the impact of leader member exchange on 
employee voice according to the views of the teachers. The sample of the study 
consisted of 713 teachers randomly selected at 40 public schools from kindergarten to 
high school from Ayas, Beypazar1, Gudiil and Sincan districts of Ankara province in 
Turkey. In order to collect the data for this study, Leader-Member Exchange Scale and 
Employee Voice Scale were administered. All scales were adapted to the school context 
by translation and back translation method. The construct validity and reliability of the 
scales were examined through EFA, CFA, Cronbach Alfa, CR, AVE values. In the first 
step of the data analysis process; arithmetic means, standard deviations, skewness and 
kurtosis values were calculated. Relations between the variables were measured by the 
Pearson product-moment correlation coefficient (PPMCC) and regression analysis. The 
results of study indicate that there was a positive and significant relationship between 
leader member exchange and employee voice. On the other hand, leader member 
exchange is a significant predictor for employee voice. The findings of the study exhibit 
the level of teachers’ leader member exchange is moderate degree and the level of 
teachers’ employee voice is high degree. 
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1. Introduction 


In today’s chaotic world, leaders and employees in the organizations had better work 
harmoniously with each other to stand on their own feet and achieve their goals 
successfully. In this process, organizations need employees in order to carry out the 
organizational activities effectively. Besides, leaders and leadership for the coordination 
and cooperation of the employees and organizations are described as a must. In spite of 
the fact that leadership process is the leader’s endeavour to influence the members, it is 
also members’ attempts to influence the leaders in the organizations (Bandura, 1977). In 
traditional leadership theories the interactions and relationships between the leader and 
members are ignored and all the characteristics, qualities and performance levels of the 
members are assumed one and the same. In this regard, leader member exchange is an 
epochal leadership theory, which attracts a great deal of attention to the different 
dyadic relationships between leaders and members and propounds that leaders have 
unique relationships with every employee in the organizations (Dulebohn et al., 2012). 

It is no more possible by top management to handle the work issues easily and 
find solutions about them in this day and age (Senge, 1990). Managers at today’s 
complicated and rapidly changing business environment usually face harder situations 
and problematic issues to find solutions both at work and for data processing 
procedures (Hsiung, 2012). Therefore, top managers need valuable information to give 
the right decisions, solve the work issues without getting bigger and harder and 
respond to the requirements of the dynamic conditions of the work life. Employees are 
seen as the best source of exact and reliable information at organizational processes. 
That is why managers need subordinates to obtain this valuable information; otherwise 
they cannot be informed about them readily (Morrison, 2011). Thus, employees that 
take part in every step of the organizational activities may reveal the effects which lead 
to the organizational behaviour (Clapham and Cooper, 2005). 

Morrison (2011) defined employee voice as stating of employees’ ideas, feelings, 
concerns and suggestions about work issues voluntarily for those concerned in order to 
whip their work unit or organization into shape. Morrison and Milliken (2000) also 
emphasized that employees show positive attitudes towards their organizations by 
voicing their personal views. Moreover, voice improves employees’ job satisfaction and 
motivation (Greenberger and Strasser, 1986; Parker, 1993). Van Dyne and LePine (1998) 
indicated that employees strive for extra roles at work by showing more voice 
behaviour. Detert and Burris (2007) also added that employee voice behaviour will be 
enhanced if it is listened closely and considered important by the leaders, otherwise it 
will decrease gradually and will damage the organization. Van Dyne, Kamdar and 
Joineman (2008) stated that high quality leader member exchange relationship can 
increase the level of employee voice. On the contrary, low quality leader member 
exchange relationship can decrease the level of employee voice. 

When leader member exchange and employee voice literature are investigated, it 
can be seen a close relationship between these two variables. Ashford, Sutcliffe and 
Christianson (2009) expressed that leaders are key determinant to enhance the 
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employee voice or not. Burris, Detert, and Chiaburu (2008) underlined that high quality 
leader member exchange has a positive effect upon employee voice and also having low 
quality leader member exchange relationship with the employees causes negative and 
inefficient employee voice behaviour (Frazier, 2009); Edmondson (2003) stated that 
leader’s attitudes to the employees are of vital importance for employee voice. In 
addition, if the leaders encourage the employees to speak up and remove the obstacles 
that prevent the voice in the organizations, employee voice behaviour will improve and 
go up. 

To conclude, the relationship between leader member exchange and employee 
voice can influence the people in the organizations significantly. For this reason, the 
relationship between these two variables will be discussed and investigated in this 
research. 


2. Literature Review 


2.1 Leader Member Exchange 

In the early leadership theories, leaders’ behaviours to the employees and the 
employees’ perceptions, comments and reactions were supposed homogeneous and 
identical (Danserau, Graen and Haga, 1975). However, leaders have different 
relationships with every member in the organizations. Therefore, the leadership 
researches should also focus on the exchange and interactions between the leaders and 
the members (Liden ve Maslyn, 1998; Scandura, 1999). 

Leadership begins with the coming together of the leader and member 
(Yammarino and Danserau, 2008). Leaders and members struggle to influence each 
other during this leadership process (Bandura, 1977). Graen and Uhl-Bien (1995) 
defined that leadership is a mutual and complex structure, which involves leader, 
follower and the relationships between them. For this reason, researchers must 
scrutinize carefully these three elements. 

Danserau, Graen and Haga (1975) established the vertical dyad linkage theory 
that is based on the dyadic relationships between the leaders and the members. This 
two-way (dyadic) relationship theory formed a basis for leader member exchange 
theory (Graen ve Uhl-Bien, 1995). Danserau, Graen and Haga (1975) stated that the 
relationships between the leaders and the subordinates come into existence as “in- 
group” and “out-group” members through informal relationships in the organizations. 
The member will be named as “in-group” if he/she has a qualified relationship with the 
leader in the point of sharing common interests. In addition, in-group employee will 
also be a member of the leader’s informal group on exchanging information and 
helping each other. On the other side, the member will be named as “out-group” if 
he/she has an unqualified relationship, a low rapport and sharing with the leader. For 
these reasons, out-group employee will probably be disapproved by in-group 
employees. In-group members are chosen by the leaders according to their abilities, 
skills, reliabilities and motives whether to take more responsibilities or not in the 
organizations, furthermore, these members take more responsibilities apart from their 
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official duties and make contribution to accomplish the critical affairs at work. They 
receive more attention, support and sensitivity from their leaders in return. On the 
other hand, out-group members’ deal with ordinary and common affairs at work and 
also their relationships with the leaders continue albeit at a diminishing pace formally. 
The vertical dyad linkage theory turned into leader member exchange theory in time, 
moreover, the theory focused on the quality of the leader member exchange as high or 
low instead of naming the members in-group or out-group members (Liden and Graen, 
1980). 

Scandura, Graen and Novak (1986) explained leader member exchange theory in 
detail. According to the researchers: 

a) Leader member exchange theory is a system that involves parts and the 
relationships between these parts. 

b) It is a mutual relationship and includes both leader and member. 

c) The behaviours of both sides depend on each other. 

d) Both sides put up with the consequences in a body and either they win or lose 
together. 

e) Leader member exchange theory may reveal some results in the organizations 
like developing methods to understand the different situations, finding solutions 
for various incomprehensible issues, acquiring invaluable products and services. 

Employees’ perceptions of the leader member exchange are positively related to 
satisfaction with the leader, organizational citizenship behaviour, job performance, job 
satisfaction and work commitment, but then it is negatively related to situations such as 
current employee turnover rate, employees’ intention to leave, role ambiguity and role 
conflict (Dulebohn et al., 2012). 


2.2 Employee Voice 
The American economist Hirschman’s (1970) most influential book “Exit, Voice, and 
Loyalty” is agreed as the turning point of employee voice. However, the roots of 
employee voice go back to the industrial revolution (Kaufman, 2013). Hirschman (1970) 
explained that deterioration in the organizations and decline in performances will make 
worse the quality of the products and services in the organizations. Managers in the 
organizations will subsequently find out these failures in two ways. He called these 
ways “exit” and “voice”. If the first way “exit” is selected by customers or employees, 
the customers will stop buying the products and employees will quit their jobs as a 
reaction. If the second way “voice” is selected by customers or employees, they will stay 
in their organizations, but express their dissatisfactions about work related issues to 
their managements, authorities or even the third person who will be willing to pay 
close attention to their dissatisfactions. Thus, it will be compulsory by the managements 
to investigate the issues that make the employees and customers feel dissatisfied and 
find cure for them (Hirschman, 1970). 

Later on two more factors were added to Hirschman’s model (Saunders et al., 
1992). These factors are “responsiveness” and “approachability”. The researchers 
implied that the employees will use voice much more when they perceive their leaders 
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as a responsive and approachable. On the other hand, they will use voice less if they are 
concerned about to approach their leaders as a member and they don’t know their 
leaders’ reactions and retaliations. 

Van Dyne, Cummings and Mclean (1995) described voice as an extra role or non- 
compulsory work that employees perform at work of their own free will. Moreover, a 
behaviour is named as an extra role if it is done willingly, pro bono and perceived 
positive behaviour by the others at work. Researchers claimed that these supporting 
and compelling roles at work challenge the status quo in the organizations and advise 
constructive recommendations for change in the organizations. 

Van Dyne and LePine (1998) defined that voice is sharing employees’ opinions 
about work or organizations to improve or recover the current situation even the others 
object to it. It is also making innovative recommendations to make better the current 
procedures at work. Premaux and Bedeian (2003) also identified voice as speaking up of 
the employees about work related issues. These issues may be about others opinions 
and actions or necessary changes and alternative approaches at work. 

Voice provides many beneficial gains for the organizations such as better 
organizational decision making, finding root causes of the problems about organization 
(Morrison and Milliken, 2000); increasing organizational learning (Argyris and Schon, 
1978); and organizational innovation (Nemeth, 1985). 


3. Methods 


3.1 Research Design 

In this study, relational screening model was used to analyze the impact of leader 
member exchange on employee voice. The relational screening model is suitable for the 
researches, which aim for describing a condition in the past or present as it is. 
Additionally, it is appropriate for indicating the covariances between the two or more 
variables (Karasar, 2006). 


3.2 Research Sample 

The sample of the research consisted of 713 teachers employed at 40 public schools 
(kindergarten, primary, secondary, high schools) from Ayas, Beypazarn, Guidi and 
Sincan districts of Ankara, Turkey. Some demographic features of the participants can 
be seen in Table 1: 


Table 1: Demographic Features of the Teachers 


Demographic Variables n % 
Female 198 27.8 
menue Male 515 72.2 
1-10 year 293 41.1 
Tenure 11-20 year 280 39.3 
21 year and over 140 19.6 
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3.3 Research Instruments 
In order to gather data for this study, two measurement instruments were used. These 
scales are Leader-Member Exchange and Employee Voice Scale. 


A. Leader-Member Exchange Scale 

This scale developed by Janssen and Van Yperen (2004) was used for indicating the 
quality of leader and member relationships. It was translated into Turkish and adapted 
to the school context by Guirler (2018). It consists of 7 items in the form of 5-point Likert- 
type scale, which ranked between 1 (very low) and 5 (very high) for the Turkish context 
in this present study. However, it was originally designed as 7-point Likert-type. 

The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy (MSA) test and 
Bartlett's test of sphericity were used to examine the appropriateness of factor analysis. 
KMO was found to be .94 above the threshold level .50 (Tabachnick and Fidell 2007) 
and Barlett’s Sphericity Test was statistically significant x2=(21)= 4456.349, p<.001. 
Consequently, the quantity of the sample is “perfectly” adequate for factor analysis 
(Hutcheson and Sofroniou, 1999). According to the results obtained from the analyses, a 
single factor structure with an eigenvalue A=5,346 was extracted. 

The internal consistency reliability of the scale was measured by using 
Cronbach's alpha and Composite Reliability (CR). The Cronbach’s Alpha value of the 
Turkish adapted scale is .95 and composite reliability is .94. Both values are above the 
critical value .70 (Nunnally and Bernstein, 1994). The scale can be considered as a 
reliable tool to measure leader member exchange. In addition to reliability, corrected 
items total correlation coefficients ranged between .78 and .89. Factor load values of the 
items varied between .83 and .92 as well as the total variance with a single factor 
explained is around 76%. 

To verify the construct validity, convergent and discriminant validity were 
measured. Average Variance Extracted (AVE) and factor loadings must be over .50 for 
convergent validity (Fornel and Larcker, 1981; Peterson, 2000). Calculated AVE is .73 
and factor loading is .76. Both values are above the threshold level that means scale has 
convergent validity. To establish the discriminant validity, the correlations between the 
variables and square root of AVE were used. The square root of AVE cannot be lower 
than .50 and the correlation values of the other variables (Fornel and Larcker, 1981). The 
square root of AVE is .85 and higher than the correlation value of the employee voice (r 
= .50). As a result, it is evident that the scale has discriminant validity. 

Whether the construct that obtained from exploratory factor analysis (EFA) is 
convenient or not with the research data, the confirmatory factor analysis (CFA) was 
implemented. CFA was applied by using AMOS 24 software program. Table 2 exhibits 
that the required and good levels of fit indices of the leader-member exchange scale, 
which were acquired through the confirmatory factor analysis. 
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Table 2: Goodness-of-Fit Indices for Leader Member Exchange 


The Fit Indices Acceptable Fit 
x2/sd = 4.708 <5 

GFI = .976 > .90 
AGFI = .952 > .90 

CFI = .988 > .90 

NFI = .985 > .90 
RMSEA = .072 < .08 
RMR = .019 < .08 
SRMR= .0165 <.05 


After doing confirmatory factor analysis, t values of the items were analyzed. If the t 
value is over 1.96, (p<.05) or 2.58, (p<.01), It is statistically significant (JOreskog and 
Sorbom, 1993; Kline, 2011). t values, which aren’t significant must be discarded from the 
model or the number of the participants in the research aren’t adequate and should be 
increased (Byrne, 2010). 

In Table 3, standardized regression coefficients, standard errors, t and R? values 
are exhibited that derived from path analysis of leader member exchange. 


Table 3: Results of Confirmatory Factor Analysis for Leader Member Exchange 


Path from LMX to Standardized Regression Coefficients Standard Error tvalue p_ R? 
LMX 1 83 69 
LMX 2 86 .04 28.4 * 74 
LMX 3 80 .04 25.6 * 64 
LMX 4 87 .04 29.0 * 76 
LMX 5 91 .03 3134 * 83 
LMX 6 88 04 29.4 PO DAT 
LMX 7 82 .04 26.2 * 67 
*p<0.001 


As seen in Table 3, all t values are over 1.96 (f >1.96) and statistically significant 
(p<0.001). It means that the number of the participants in the research are adequate and 
there is no need to discard any items from the leader member exchange scale. Besides, 
according to the data derived from regression analysis results, the fifth item of the 
Leader member exchange is the most explanatory item in the scale (R?=.83). 


B. Employee voice scale 
This scale developed by Van Dyne and LePine (1998), translated into Turkish and 
adapted to the teachers and school context by Gtirler (2018). It involves 7 items in the 
form of 5-point Likert-type scale, which ranked between 1 (I completely disagree) and 5 
(I completely agree). Although, it was originally designed as 7-point Likert-type with 6 
items. In this present study, the sixth item of the original scale divided into two separate 
items to be comprehended easily in Turkish context. 

KMO was found to be .84 and Barlett’s Sphericity Test was statistically 
significant x2=(21)= 1971.946, p<.001. According to the findings, a single factor structure 
with an eigenvalue A= 3.720 was extracted from the employee voice scale. 
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The Cronbach’s Alpha value of the Turkish adapted scale is .85 and composite 
reliability is .87. Corrected items total correlation coefficients ranged between .56 and 
.71. Factor load values of the items varied between .69 and .81 as well as the total 
variance with a single factor explained is around 53%. Explained variance value should 
be at least 30% for scales with a single factor (Biryiik6zttirk, 2003). For that reason, this 
value can be evaluated as acceptable and adequate for doing analysis. 

Calculated AVE is .44 and factor loading is .53. It is observed that AVE of the 
scale is lower than the threshold level .50. In this case, Fornel and Larcker (1981) drew 
attention to the CR value of the scale to evaluate whether it has convergent validity or 
not. They implied that the scale will have convergent validity, if the CR value is .60 or 
over. In this sense, CR of the employee voice scale is .87 and it is apparent that the scale 
has convergent validity. The scale has also discriminant validity, too. This is because the 
square root of AVE is .66 and higher than the correlation value (r = .50). 

In Table 4 fit indices of the employee voice scale were presented and the results 
indicated that good and acceptable levels of fit indices of the scale. 


Table 4: Goodness-of-Fit Indices for Employee Voice 


The Fit Indices Acceptable Fit 
x2/sd = 4.099 <5 

GFI = .985 > .90 
AGFI = .957 > .90 

CFI = .984 > .90 

NFI = .979 > .90 
RMSEA = .066 < .08 
RMR = .022 < .08 
SRMR = .0275 < .05 


In Table 5, standardized regression coefficients, standard errors, tf and R? values are 
presented and as it is seen from the results, all t values are over 1.96 (t >1.96) and 
statistically significant (p<0.001). On the other side, the first item of the employee voice 
is the most explanatory item in the scale (R*=.57). 


Table 5: Results of Confirmatory Factor Analysis for Employee Voice 


Path from Standardized Regression Standard t R 
Employee Voice to Coefficients Error value P 
Emp.Voicel 75 567 
Emp. Voice2 59 .050 13.975 * 353 
Emp. Voice3 52 .043 12.312 * .270 
Emp. Voice4 .60 042 14.105 * .360 
Emp. Voiced 73 053 14.854 * 538 
Emp. Voice6 .73 057 16.185 * 526 
Emp. Voice7 67 .057 15.123 * 447 
*p<.001 
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3.4 Data Analysis 

Data analysis was implemented in two stages. Firstly, the research data are made 
prepared to analyze and secondly the analyses towards the research were applied by 
using SPSS 24 software program. 

Firstly, in order to check the dataset is modelled for normal distribution 
“skewness and kurtosis” values were calculated. Because normal distribution is 
necessary before performing statistical tests for dataset. If the data isn’t normally 
distributed, the results of the statistical tests can be erroneous and missing (Kalayci, 
2006). After testing the normality, descriptive statistics (minimum, maximum values, 
mean, standard deviation, skewness, kurtosis, frequency distribution, and percentage 
values) were performed to measure the levels of the teachers’ leader member exchange 
and employee voice. Then, the Pearson product-moment correlation coefficient 
(PPMCC) was measured if the relationship between two variables is statistically 
significant or not. Finally, regression analysis was used for revealing whether leader 
member exchange predicts employee voice significantly or not. 


4. Findings 


Table 6 exhibits mean, standard deviation, skewness and kurtosis values for leader 
member exchange (LMX) and employee voice. 


Table 6: Mean, Standard Deviation, Skewness and Kurtosis Values of the Variables 


Variables N X S Skewness Kurtosis 
Leader Member Exchange 713 3.27 0,93 -.28 -.22 
Employee Voice 713 3.79 0,66 -.38 14 


As it is seen in Table 6, for leader member exchange “mean” found as =3.27, which 
refers to moderate degree, “mean” for employee voice as =3.79, which refers to high 
degree. Results showed that leader member exchange (S=.93) is more homogenous 
distribution than employee voice (S =.50). Considering the measured values of 
“skewness and kurtosis” for the variables, the values are between the range of +1.5 and 
-1.5 (Tabachnick and Fidell, 2013). Therefore, it may be implied that the dataset for the 
variables has normality assumption. 

In Table 7 the results from the correlation analysis directed to determine the 
relationship between leader member exchange and employee voice are shown: 


Table 7: Correlation between LMX and Employee Voice 


Variables 1 2 
Leader Member Exchange 1 .50* 
Employee Voice 1 
* p<.01; N=713 
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As represented in Table 7, the relationship between leader member exchange and 
employee voice is (r =.50, p<.01). Findings reveal that there is a significant and positive 
relationship between two variables. 

Results of the regression analysis concerning the prediction of employee voice by 
leader member exchange as a predictor is presented in Table 8: 


Table 8: Results of the Regression Analysis Concerning the Prediction for 
Employee Voice by Leader Member Exchange as a Predictor 


Variables B SE p t P 
Constant 2.644 .078 33.905 .01* 
Leader Member Exchange 352 023 .500 15.387 .01* 
R 500 

R2 .250 

F 236.760 .01* 
*p<.01 5 


Predictor: Leader Member Exchange 


A review of Table 8 shows that leader member exchange has a positive and significant 
relation with the employee voice (R =.500; R? =.250 p<.01). In other words, leader 
member exchange is a significant predictor of employee voice. 


5. Conclusion and Discussion 


This research determined to analyze the relationships between leader member exchange 
and employee voice according to the teachers’ opinions. As a result of the present 
study, a positive and significant relationship was discovered between leader member 
exchange and employee voice. 

In this study, the results correspond to the findings of accessible prior studies in 
the literature. The present study found, similar to Botero and Van Dyne (2009), that 
there is a positive relationship between leader member exchange and employee voice. 
The results of both studies coincide with each other. The researchers implied that high- 
quality leader member exchange enhances voice. They also suggested that encouraging 
employees to voice will stimulate open communications at work. Furthermore; Van 
Dyne, Kamdar and Joineman (2008) stated that high quality leader member exchange 
advances and increases voice behavior by employees. Conversely, low quality leader 
member exchange will decrease voice behavior by employees. Edmondson (2003) 
implied that leaders’ attitudes towards their employees play a crucial role in using 
voice behavior. Moreover, he also added that positive relations between leaders and 
employees at work will reveal high leader member exchange and this will promote 
employee voice such as voicing their thoughts, information, and beliefs about work 
developments. Ashford, Sutcliffe and Christianson (2009) indicated that leaders are the 
key persons for enhancing voice behavior at work, because they influence employees’ 
decisions and psychology positively or negatively. 
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The present study demonstrated that if the school principals and teachers have 
high quality leader member exchange at schools, teachers will display more voice 
behavior. Cetin (2013) expressed that teachers show a higher level of voice about work 
issues at school if they think their school administrations attach importance to their 
contributions and take into account their welfare, opinions or suggestions. As a 
consequence, the findings of the both studies confirm each other. 

This study also found that the level of leader member exchange at schools is 
medium and should be enhanced thoroughly. That is the reason why the school 
principals as a leader should make the effort to improve and maintain the good 
relationships and also high quality leader member exchange level with the teachers. 
Moreover, the managers should be more approachable and responsive to the 
employees. Additionally, the school principals should behave their teachers being more 
positive, respectful, supportive, sincere, humane, empathetic, trustworthy and honest. 
They should also spend much more time together. 

Finally, it is suggested that more researches with other organizational variables 
on leader member exchange and employee voice should be applied to make these issues 
clearer in educational environments. 
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